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Abstract
In September 2021, the University of Nevada, Las Vegas (UNLV) reclaimed its status
as the nation’s most diverse university, according to U.S. News and World Report
rankings. However, despite having such a diverse student body, the institution’s
faculty population continues to be predominantly white. This report explores the gap
in racial diversity between students and faculty members at Nevada’s two research
universities: UNLV and the University of Nevada, Reno (UNR). As one of the most
racially diverse states in the United States, Nevada is an ideal case study for
understanding this gap in racial diversity, and an ideal laboratory for proposing
meaningful, equity-focused policy interventions.

The Lack of Diverse Faculty at UNLV and UNR
This study explores the racial diversity of students, instructional faculty (tenured,
tenure-track, and non-tenured/tenured-track) and administrative faculty at UNLV
and UNR. For the purposes of this report, racial diversity is inclusive of American
Indian/Alaska Native, Asian, Black, Latino, Native Hawaiian/Pacific Islander,
multiracial (two or more races), and white students and faculty. While the lack of
racially diverse faculty members is a problem that exists within colleges and
universities across the United States, Nevada provides a critical case study for
understanding this gap due to its exceptionally diverse student populations.
Above all else, diversifying faculty ranks is a critical need for UNLV and UNR’s
student populations. Minority students who have educators of the same race or ethnic
background will look up to these faculty as role models, and existing research finds
that these students report greater effort in school (Davis & Fry, 2019). Having
mentors from similar backgrounds assists with the retention of non-white students.
Furthermore, having diverse faculty can also allow for greater diversity in course
offerings and curriculum, thus benefitting the overall campus culture (Centeno,
2021).

Racial Diversity of Students
Each year, UNLV and UNR collect data on the racial demographics of their enrolled
student populations, as required by the federal government and reported to the
Integrated Postsecondary Education Data System (IPEDS). These data are accessible
through each institution’s respective Office of Decision Support (UNLV, 2022a, and
UNR, 2022a). The data are reflective of American Indian/Alaska Native, Asian,
Black, Latino, Native Hawaiian/Pacific Islander, multiracial (two or more races), and
white students. Student racial diversity data for each year from 2012 to 2020 are
summarized in Figure 1.
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Figure 1: Student Racial Diversity, 2012-2020
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Source: Author’s analysis of data provided by the UNLV Office of Decision Support and UNR Office of Decision Support.

At both institutions for each year, the share of white students decreased and the
share of non-white students increased. The share of white students at UNLV
decreased from 46.9 percent in 2012 to 32.2 percent in 2020. The share of white
students at UNR decreased from 69.5 percent in 2012 to 57.0 percent in 2020. Latinos
are the largest minority group at both institutions, with UNLV’s share increasing
from 20.7 percent in 2012 to 31.3 percent in 2020 and UNR’s share increasing from
13.8 percent in 2012 to 22.2 percent in 2020. The share of students who identify with
two or more races also increased at both institutions (6.2 percent in 2012 to 10.8
percent in 2020 at UNLV, 5.4 percent in 2012 to 7.8 percent at UNR). Both
institutions faced decreases in their already small shares of American Indian/Alaska
Native students (0.5 percent in 2012 to 0.3 percent in 2020 at UNLV, 0.9 percent in
2012 to 0.6 percent in 2020 at UNR); although the number of American Indian/Alaska
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Native students remain stable, they are decreasing as a share of the overall student
population as UNLV and UNR grow. UNLV experienced a decrease in its share of
Native Hawaiian/Pacific Islander students (1.8 percent in 2012 to 0.8 percent in
2020). Although there are year-to-year differences in each institution’s share of Asian
and Black students, there were no dramatic demographic shifts for these groups.
The growth of UNLV and UNR’s non-white student populations mirrors a nationwide
trend. Between 1997 and 2017, the percentage of college students classified as nonwhite grew from 28 percent to 45 percent. The share of college students identifying
as Latino increased from 5 percent in 1997 to 20 percent in 2017, and the share of
those identifying as Black increased from 6 percent in 1997 to 14 percent in 2017
(Davis and Fry, 2019).
UNLV in particular is widely recognized for its exceptionally diverse student
population. In September 2021, the institution reclaimed its status as the nation’s
most diverse university, according to U.S. News and World Report rankings (UNLV,
2021). These rankings identify colleges where students will likely engage with peers
from different racial or ethnic groups from their own. UNLV was designated as a
Minority Serving Institution (MSI) and Title III-Asian American and Native
American, Pacific Islander-Serving Institution (AANAPISI) by the Department of
Education in 2012, as well as a Title V-Hispanic Serving Institution (HSI) in 2015
(UNLV, 2022b). The federal government provides financial support, such as grant
opportunities, to these designated institutions that enroll a high percentage of
minority students.
The Department of Education designated UNR as an emerging HSI; to receive the
full HSI designation, the university must “have enrollment of Hispanic
undergraduate full-time equivalent (FTE) students of at least 25 percent for two
consecutive academic years immediately preceding the date of application” (UNR,
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2022b, para. 2).1 It is also worth noting that Nevada is one of the most diverse states
in the nation (McCann, 2021), and that the rest of the United States will resemble
the racial composition of Las Vegas by 2060 (Kolko, 2017). This further establishes
the importance of using Nevada as a case study while considering faculty diversity.
As policy solutions are considered, lessons can be provided to the rest of the country
as other universities seek to diversify their faculty ranks.

Racial Diversity of Instructional Faculty
Each year, UNLV and UNR collect data on the racial demographics of their tenured,
tenure-track, and non-tenured/tenure-track instructional faculty members. These
data are accessible through the UNLV Office of Decision Support (UNLV, 2022a) and
UNR Department of Human Resources (UNR, 2022c).
The data are reflective of American Indian/Alaska Native, Asian, Black, Latino,
Native Hawaiian/Pacific Islander, multiracial (two or more races), and white
instructional faculty members. For the purpose of this study, instructional faculty
racial diversity data for each year from 2012 to 2020 are included. These statistics
are displayed below in Figures 2 (tenured faculty), 3 (tenure-track faculty), and 4
(non-tenured/tenure-track faculty).

1

While this study focuses on Nevada’s two research universities, UNLV and UNR, other colleges in the state also have
diverse student bodies. Nevada State College and the College of Southern Nevada are recognized as MSIs, The College
of Southern Nevada and Truckee Meadows Community College are recognized as HSIs, and Nevada State College is
recognized as an emerging HSI.
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Figure 2: Tenured Faculty Racial Diversity, 2012-2020
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Source: Author’s analysis of data provided by the UNLV Office of Decision Support and UNR Office of Decision Support.
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Figure 3: Tenure-Track Faculty Racial Diversity, 2012-2020
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Figure 4: Non-Tenured/Tenure-Track Faculty Diversity, 2012-2020
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Source: Author’s analysis of data provided by the UNLV Office of Decision Support and UNR Office of Decision Support.

At both institutions, the largest share of faculty members (tenured, tenure-track, and
non-tenured/tenure-track) each year were white. The share of white tenured faculty
at UNLV consistently remained above 70.0 percent until 2020, when this value
decreased to 68.4 percent. The share of white tenured faculty at UNR consistently
remained above 80.0 percent until 2019 and 2020, when this value decreased to 79.6
percent and 78.7 percent respectively. The share of white tenure-track faculty at
UNLV was highest in 2013 (69.6 percent) and lowest in 2019 (54.3 percent), and the
share of white tenure-track faculty at UNR was highest in 2014 (74.1 percent) and
lowest in 2019 (67.6 percent). Finally, the share of white non-tenured/tenure-track
faculty at UNLV was highest in 2016 (80.6 percent) and lowest in 2019 (67.9 percent),
and the share of white non-tenured/tenure-track faculty at UNR was highest in 2019

8

(82.4 percent) and lowest in 2019 (74.9 percent). Some progress is being made when
considering tenure-track faculty, who are more diverse than older tenured faculty.
At both universities, Asians are the largest share of minority tenured, tenure-track,
and non-tenured/tenure-track faculty members. Black and Latino faculty populations
are under representative of each institution’s respective student populations. UNLV
did not have any Native Hawaiian/Pacific Islander tenured faculty members until
2018, and UNR still does not have any Native Hawaiian/Pacific Islander tenured
faculty members. UNLV did not have any American Indian/Alaska Native tenuretrack faculty members for the years 2014 to 2017, and UNR did not have any
American Indian/Alaska Native tenure-track faculty members until 2017.
The lack of diverse instructional faculty members at UNLV and UNR mirrors a
nationwide trend. In 2017, 76 percent of postsecondary faculty members in the United
States were white (compared with 55 percent of undergraduates), and only 24 percent
were non-white (compared with 45 percent of undergraduates). While the share of
non-white undergraduate students increased from 28 percent in 1997 to 45 percent
in 2017, the share of non-white full-time faculty members only grew from 14 percent
in 1997 to 24 percent in 2017. The imbalance has unique effects on specific racial and
ethnic groups. In 2017, only 5 percent of faculty members were Latino (compared with
20 percent of students), and only 6 percent of faculty members were Black (compared
with 14 percent of students). Asian instructional faculty make up a slightly higher
portion of their peers in comparison to Asian students (11 percent vs. 7 percent)
(Davis and Fry, 2019).
The lack of tenured faculty of color is particularly troubling. While tenure is an
unusual concept in most professions, it holds a great deal of importance within
academia, because “tenured positions are indefinite appointments that are designed
to safeguard academic freedom” (Matias, Lewis Jr., and Hope, 2021, para. 8). Only 21
percent of faculty are tenured across the United States, but this distinction allows
faculty members to pursue research and draw evidence-based conclusions that are
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free from political or corporate pressure. In 2020, only 31.6 percent of UNLV’s tenured
faculty population was non-white, and in the same year only 21.3 percent of UNR’s
tenured faculty population was non-white. The lack of tenured faculty of color also
impacts the pipeline to department, college, and university-level administration and
leadership.

Racial Diversity of Administrative Faculty
UNLV and UNR also collect data on the racial demographics of their administrative
faculty. The term “administrative faculty” is encompassing of institutional leadership
(management/executives), all other administrative faculty, and classified staff. These
data are accessible through the UNLV Office of Decision Support (UNLV, 2022a) and
UNR Department of Human Resources (UNR, 2022c). The data are reflective of
American Indian/Alaska Native, Asian, Black, Latino, Native Hawaiian/Pacific
Islander, multiracial (two or more races), and white administrative faculty members.
For the purpose of this study, administrative faculty racial diversity data for 2021 is
included. These statistics are visually displayed below in Figure 5.
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Figure 5: Administrative Faculty Diversity, 2021
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At both UNLV and UNR, administrative faculty are predominantly white. 730 (59.6
percent) of UNLV’s administrative faculty are white, and 709 (71.5 percent) of UNR’s
administrative faculty are white. In comparison, only 495 (40.4 percent) of UNLV’s
administrative faculty are non-white and only 283 (28.5 percent) of UNR’s
administrative faculty are non-white. At both institutions, Latinos make up the
largest minority share of administrative faculty, followed by Black people and Asians.
UNLV and UNR are both lacking in American Indian/Alaska Native and Native
Hawaiian/Pacific Islander administrative faculty representation.
In the summer of 2020, UNLV made history by appointing its first Black university
president, Dr. Keith Whitfield (Solis, 2020). In the same year, UNR also made history
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by appointing its first Hispanic university president, former Governor Brian
Sandoval (Trent, 2020). While these appointments gained significant attention,
students also seek representation in their college deans, academic advisors,
organization and club advisors, and other administrative mentors. In particular,
recent years have seen calls for increased racial diversity within campus counseling
and psychological services. As students of color disproportionately face emotional and
metal stressors, most counselors and psychiatrists on college campuses are white.
Furthermore, only 7 percent of counselors identify as Hispanic, 8 percent as Asian,
and 10 percent as Black (Guerrero, 2021).

Causal Factors
While there are numerous causal factors that contribute to the lack of racially diverse
faculty members at UNLV and UNR, two key drivers include the lack of racially
diverse doctoral students nationwide and low salaries for entry-level tenure track
positions. The first of these causal factors connects to a larger pipeline issue –
graduate programs are predominantly white, which means that the applicant pools
for faculty positions are predominantly white. The second causal factor relates to the
hiring and retention practices that exist at UNLV and UNR.

The Predominantly White Pipeline
Across the United States, graduate programs granting doctoral degrees consist of
predominantly white student populations. The National Center for Education
Statistics (NCES) collects data on the percentage distribution of doctoral degrees
conferred to U.S. citizens, broken down by race (NCES, 2021). The racial groups
highlighted by the NCES include American Indian/Alaska Native, Asian/Pacific
Islander, Black, Hispanic or Latino, multiracial (two or more races), and white. For
the purpose of this study, doctoral degrees conferred for each school year from 20122013 to 2019-2020 are considered. These statistics are visually displayed below in
Figure 6.
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Figure 6: Doctoral Degrees Conferred in the United States, 2012-2020, by Race
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Source: Author’s analysis of data provided by the Nation Center for Education Statistics.

The majority of doctoral degrees were conferred to white students across all years
considered, although this proportion has decreased with time. During the 2012-2013
school year, 71.6 percent of total doctoral degrees conferred in the United States were
granted to white students. However, during the 2019-2020 school year, 64.9 percent
of total doctoral degrees conferred in the United States were granted to white
students. This is due, in part, to the nation’s rapidly diversifying demography (Frey,
2020). The nation’s white population share has decreased in recent years,
accompanied by a growth in non-white populations. This growth of racial and ethnic
minorities is particularly prominent while considering our nation’s youth, especially
for Latino or Hispanic populations. As the nation continues to diversify, it is only
natural that student populations will become more diverse as well.
However, this diversification does not and should not take away from the fact that
various racial minorities are underrepresented in doctoral programs. In 2016, for
example, less than 9 percent of the total doctoral degree recipients in STEM fields of
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study were Black, Latino, or Native American (Ecton and Dougherty, 2021). The
underrepresentation of racial minorities in doctoral programs severely restricts the
research that can be conducted by individuals from diverse backgrounds and
perspectives. Furthermore, this contributes to a lack of diversity in faculty applicant
pools. Doctoral programs serve as the pipelines into research positions within
academia – therefore, underrepresentation at the graduate program level contributes
to an underrepresentation in job applications.
Students of color face numerous barriers within higher education that contribute to
their underrepresentation at the graduate level. Particularly at predominantly white
institutions (PWIs), students of color may struggle to feel seen, understood, and
confident while completing their studies (Centeno, 2021). There are also a variety of
opportunity gaps that create educational barriers for students of color, such as peer
group and educator assumptions about racial inferiority and lower academic ability,
a lack of access to resources, and insufficient income (WGU Nevada, 2019). Lacking
the resources and funding to attend graduate school produces a major barrier for
students hoping to obtain a doctoral degree. This is especially the case for students
of color, since white families have more wealth than Black, Hispanic, and other or
multiple race families (Bhutta, Chang, Dettling, and Hsu, 2020). Further, it is worth
noting that in many academic disciplines (such as business), academic institutions
are competing with the private sector while hiring. Therefore, even as graduate
programs diversify, it is inevitable that some segment of this pipeline will not be
seeking academic positions.

The Consequences of Salary Compensation and Faculty
Recruitment
As budding academics apply for jobs at universities across the nation, the salary they
will earn plays a major role in their decision-making process. While the academic job
market is generally a buyer’s market, this differs for minority applicants in
particular. As colleges and universities across the United States seek to diversify
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their faculty, it is often the case that non-white scholars gravitate towards
institutions offering higher salaries. Schools that can provide new hires with high
salaries are better equipped to recruit diverse faculty members. This is especially the
case because faculty appointment opportunities are limited. After positions are filled,
they may not be open again for decades. Salaries that appropriately accommodate for
the cost of living can effectively attract diverse scholars.
UNLV publicizes the base salaries for their faculty and staff members, and these data
can be analyzed to highlight the base salaries of faculty within specific colleges or
departments (UNLV, 2022c). These data showcase faculty salaries during their
probationary period, which typically lasts six years. UNR does not make similar data
publicly available. The average base salary for assistant professors in each of UNLV’s
nine academic colleges are highlighted below. These values are compared to the
national average of $110,645.00 below in Figure 7 (Glassdoor, 2022).
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Figure 7: Average Base Salary of Assistant Professors by Academic College, UNLV
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UNLV’s only college that offers an average base salary higher than the national
average is the Lee Business School, with an average base salary of $133,914.32. The
colleges at UNLV with the lowest average base salaries for assistant professors are
Fine Arts ($65,758.66), Liberal Arts ($68,964.22), and Urban Affairs ($70,759.37).
The average base salaries of these three colleges also fall below the median salary of
an assistant professor on a 9-month contract at UNLV, $77,000 (UNLV, 2022d).
While it is important to consider how UNLV’s base salaries compare to the national
average, it is also critical to consider how the faculty salaries at UNLV and UNR
accommodate for living costs in Las Vegas and Reno, respectively. Each university’s
Office of Human Resources provides general academic salary schedules for
instructors, assistant professors, associate professors, and professors on either 9month or 12-month contracts (UNLV, 2022d and UNR, 2022d). The median salary for
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assistant professors on a 9-month contract is $77,000 at both institutions. This
median salary falls below the annual income needed to buy a house with both a 3
percent down payment ($147,427 in Reno, $109,401 in Las Vegas), and a 10 percent
down payment ($155,615 in Reno, $115,477 in Las Vegas), assuming a household
with a single wage earner (National Housing Conference, 2022a and National
Housing Conference, 2022b). These statistics are visually displayed below in Figures
8 and 9.
Figure 8: Reno Homeownership Market vs. Median Salary, Assistant Professor at UNR
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Source: Author’s analysis of data provided by the National Housing Conference and UNR Human Resources.
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Figure 9: Las Vegas Homeownership Market vs. Median Salary, Assistant Professor at UNLV
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Expensive homeownership markets may encourage some people to rent apartments
or houses instead. The median salary for an assistant professor on a 9-month contract
at UNLV or UNR provides enough money to afford a studio, one-bedroom, or twobedroom housing unit in Reno or Las Vegas. A three-bedroom housing unit in Las
Vegas is also affordable with this median salary. These statistics are visually
displayed below in Figures 10 and 11.
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Figure 10: Reno Renter’s Market vs. Median Salary, Assistant Professor at UNR
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Figure 11: Las Vegas Renter’s Market vs. Median Salary, Assistant Professor at UNLV
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It would be difficult to buy a house or rent a larger housing unit for any assistant
professor earning this median salary at UNLV and UNR, regardless of race.
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Furthermore, it is worth noting that the average base salaries of assistant professors
within various colleges at UNLV (as depicted in Figure 7) fall below this median
salary. In sum, the salaries that early-career faculty members are earning do not
accommodate for homeownership aspirations or the need for more living space in
Reno or Las Vegas.
While low salaries affect individuals regardless of race, this issue particularly
impacts those who need more housing space to accommodate larger families. As noted
by the Pew Research Center, the racial groups most likely to live in multigenerational households are Asians (25.8 percent), Black people (23.7 percent), and
Hispanics (23.4 percent). Multi-generational households are defined as those that
include two or more adult generations (Pew Research Center, 2011). This, coupled
with the fact that Black and Hispanic families have less wealth than white families,
makes living in Las Vegas or Reno (and working at UNLV or UNR, by extension)
unrealistic for aspiring-professors of these racial minority groups (Bhutta, Chang,
Dettling, and Hsu, 2020).
The faculty salaries at UNLV and UNR are below the market for R1 institutions.
This, combined with higher costs of living and housing markets that are unaffordable,
make it difficult for UNLV and UNR to hire and retain faculty members. This is
especially the case for minority faculty members, who are in high demand at
universities across the nation. Because minority scholars are afforded more
opportunities in the academic job market, it is understandable that they do not want
to earn less money in cities that cost more to live in.

Policy Recommendations
During the 2023 Nevada legislative session, legislators have the opportunity to reexamine higher education governance, and, by extension, higher education funding
practices. The Nevada Constitution could be amended to remove the Board of Regents
from the Nevada Constitution, thus granting the Legislature the authority to reform
university governance and funding structures. From there, the Legislature will be
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able to consider budgetary goals that focus on the needs of the students, faculty, and
staff within NSHE’s institutions of higher learning. This policy proposal is currently
under consideration as Senate Joint Resolution 7 (SJR7).
UNLV and UNR also have opportunities to implement policies at the institutional
level that encourage racial diversity within academia. Such policies may relate to
inclusive hiring practices or increasing graduate student diversity.

Re-Imagining Higher Education Funding Practices
SJR7, proposed by Senator Marilyn Dondero Loop and Assemblyman Tom Roberts,
proposes to remove the Board of Regents of the State University from the Nevada
Constitution. This, in turn, would authorize the Legislature “to provide by statute for
the governance of the State University and for the auditing of public institutions of
higher education in [the] State” (NELIS, 2021a). SJR7 passed through both houses of
the Nevada Legislature during the 2021 Nevada legislative session, and, if passed
through both houses during the 2023 Nevada legislative session, will be presented to
Nevada voters on the ballot in 2024. This legislation is similar to Assembly Joint
Resolution 5 (AJR5), which appeared on the before voters as Ballot Question 1 in
2020. Ballot Question 1 fell short of passing by a margin of 0.3 percent, or 3,877 votes
(Cheche, Booth, Saladino, Brown, and Nasoz, 2021).
Although the passage of SJR7 through the Nevada Legislature and at the ballot box
would not result in any immediate structural changes within NSHE, it would create
space for state legislators to reform university governance and funding practices by
requiring regular audits and eliminating any constitutional constrains on the ability
of the legislature to exercise its full constitutional authority over higher education.
Although the Nevada Legislature is currently able to reform the NSHE funding
formula and should do so regardless of SJR7’s passage, increased oversight granted
through this legislation could give state legislators an increased ability to redirect
more funds to NSHE campuses. These reforms put a focus on equity and studentcenteredness.
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To start, legislative oversight of Nevada’s higher education system could assist in
redirecting more funds back to NSHE institutions. Nevada’s higher education system
is well-funded when considering education appropriations per full-time equivalent
(FTE) student. In fact, despite budget cuts to higher education following the COVID19 recession, Nevada had $9,334 in education appropriations per FTE in 2020. This
is approximately 1.1 times the U.S. average for higher education appropriations per
FTE ($8,636) (SHEEO, 2021). Furthermore, when considering 37 state agencies
within Nevada, NSHE had the third highest budget allocation for fiscal year (FY)
2019, totaling $961,611,308 (Cheche, Salahi, Falcone, Saladino, and Brown, 2020).
However, despite having one of the largest budgets in the state, 2.8 percent of NSHE’s
funding was dedicated to system administration that year. Furthermore, this means
that more funds were directed to administrative costs than to Nevada State College
(2.2 percent), Western Nevada College (1.7 percent), Great Basin College (1.6
percent), Desert Research Institute (0.8 percent), Financial Aid Programs (0.5
percent), and Research (0.4 percent). This budget allocation towards system
administration funded the salaries of 164 staff members, 83 of which were six-figure
salaries (Cheche, Salahi, Falcone, Saladino, and Brown, 2020). This means that
Nevada does not face an issue with regards to adequacy of higher education funding;
rather, it means that Nevada faces issues while considering how these funds are
being spent within the state’s higher education system.
Although the Nevada Legislature gained the ability to audit NSHE during the 2021
legislative session through Assembly Bill (AB) 416 (NELIS, 2021b), the passage of
SJR7 would increase oversight capabilities as well and eliminate any claims of
constitutional autonomy that have been used to thwart legislative action (Damore,
Brown, and Lang, 2018). With oversight capabilities, the Nevada Legislature will be
able to see an even clearer picture of where the money appropriated to NSHE is going.
From there, steps can be taken to guide more funds directly to Nevada’s colleges and
universities. Legislative oversight through SJR7 better equips state leaders to ensure
that more of NSHE’s funding is making it to the campuses. Increased funding at the
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institution level can assist UNLV and UNR with raising the salaries of existing
faculty members and creating new faculty lines with competitive base salaries for
budding academics. Because universities across the nation are seeking to diversify
the ranks of their faculty, it is critical that UNLV and UNR can compete in the
market to attract and keep these racially diverse scholars.
In the meantime, the NSHE funding formula can also be revisited. The current
funding formula, implemented in 2013, utilizes a system of performance funding.
With this practice, 20 percent of each higher education institution’s operating budget
is “held back” and can be “earned” based on performance. Examples of performance
goals include the graduation of Pell Grant-eligible and minority students at both the
undergraduate and graduate levels. (Nevada System of Higher Education, 2018).
Although performance funding is utilized with the goal of incentivizing institutions,
it is counterproductive by design. Withholding funding from campuses only makes it
harder to support the needs of students and faculty. National studies also find that
MSIs in states with performance funding lose significant funding in comparison to
MSIs in states without performance funding, as well as non-MSIs in the same state
(Hillman & Corral, 2017). This particularly affects UNLV in Nevada. Furthermore,
financial holdbacks make it more difficult to provide adequate salaries for and retain
racially diverse academics. By revisiting the NSHE funding formula and eliminating
performance funding, institutions can be provided with more money upfront to
directly assist with student-centered initiatives, including the diversification of
faculty. Funding weights can also be implemented for coursework that is completed
by first-generation and Pell Grant-eligible students, thus redistributing the wealth
of NSHE’s budget to the institutions that serve the most diverse student populations.
Equitable funding directed at schools, rather than administrative bloat, is the key to
putting NSHE on a path towards progress.
Although the passage of SJR7 is a very early step in the process of diversifying the
faculty at UNLV and UNR, it is a critical one. Building trust between NSHE and the
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Nevada Legislature will create space for more equitable funding practices, and more
funds being sent directly to the higher education institutions that serve our students
in turn. With institution-centered funding structures in place, creating competitive
faculty salary ranges that accommodate for the cost of living in Las Vegas and Reno
becomes a more realistic and attainable goal.

Supporting Diversity in Academia at the Institutional Level
Although systemic changes are critical for redirecting more funds back to campuses,
there are also policies that institutions can take to support increased faculty diversity
at the local level. For example, UNLV recently developed a Search Advocate Program,
which seeks to increase the diversity of candidate pools and promote equity during
search processes (UNLV, 2022f). The program is currently in a pilot stage, so
monitoring progress and encouraging feedback from Search Advocates over the next
two years will be crucial as the university considers keeping it permanently. Search
committees can also benefit from implicit bias trainings, which exist to make people
aware of their own unconscious biases and further work to eliminate discriminatory
behaviors over time.
Individual institutions can also increase diversity within graduate programs, which
further translates to a more diverse pipeline into academia. Fostering undergraduate
research on diverse campuses can socialize students, particularly those from
historically marginalized backgrounds, into the research culture. UNLV has a
Research Honors program that allows undergraduate students to partake in an
Honors Thesis under the guidance of a faculty member in their field (UNLV, 2022e).
Although University Honors students typically make up most of the participation in
this program, marketing such an opportunity to more students can socialize more
students into research and boost interest in graduate studies. UNLV and UNR both
have an Office of Undergraduate Research as well, which provide students with
resources to navigate the research process.
Academic departments can also attract diverse students to their graduate programs
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by working with professional associations. The American Political Science
Association, for example, has a Diversity Student Recruitment Program that
identifies undergraduate students from underrepresented backgrounds and shares
recruitment information with partner departments (APSA, 2022). By participating in
programs such as this one, departments can recruit diverse students into their
graduate cohorts and further contribute to increased racial diversity in the academic
pipeline.

Discussion and Policy Implications
Because the passage of SJR7 would not immediately impose any changes to the
funding structures within NSHE, it is difficult to predict what exactly would happen
as a result of its implementation. By boosting legislative oversight over the state’s
higher education governance, state legislators would have more opportunities to
experiment with innovative solutions for institution-centered funding moving
forward.
With this, it will be important to continue investigating the policy decisions that are
made by the Nevada Legislature with regards to higher education funding and
allocations to faculty salaries. One positive implication of amending the state
Constitution in a way that does not lead to automatic structural changes is that it
provides state leaders with the opportunity to experiment with further solutions that
best address the needs of our two state universities.
Looking ahead, state legislators may address the problems associated with the lack
of racially diverse faculty at UNLV and UNR in several different ways. They may
take a closer look at where the funding allocated to NSHE is being spent and take
measures to reduce the dollars that are go towards system administrative costs. They
may eliminate the current practice of performance funding that is utilized under the
current NSHE funding formula, effectively holding back 20 percent of each
institution’s general operating budget. They may implement funding weights for
coursework completed by first-generation and Pell Grant-eligible students, which
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would equitably redistribute funds towards the institutions that serve the highest
number of students that have historically been marginalized in higher education.
This could then be used to fund both onboarding activities and to boost compensation.
While some questions remain, one thing is certain: the faculty salaries provided by
UNLV and UNR are not competitive, nor are they attracting racially diverse faculty
members to our state. In order to address this problem, it is critical to re-imagine
funding practices within the system so that diverse academics can realistically and
comfortably consider working at our universities.
This is not the first time that higher education reform has been considered within the
state of Nevada. During the 2020 election cycle, Ballot Question 1 failed to pass by a
margin of 0.3 percent, or 3,877 votes. With such a close margin in mind, state
legislators quickly moved to re-introduce similar legislation during the 2021 Nevada
legislative session, in hopes that voters would once again have the opportunity to
remove the Board of Regents from the state Constitution.
In the meantime, however, individual campuses can take action to further support
faculty diversity at the local level. Initiatives such as UNLV’s Search Advocate
Program can be implemented and closely monitored for progress, and implicit bias
trainings can work to reduce unconscious biases in search committee members.
Higher education institutions can also boost diversity within graduate programs,
which further contributes to increased diversity in the academic pipeline. Developing
and marketing undergraduate research opportunities, such as UNLV’s Research
Honors program, can socialize more students into the research culture and increase
interests in doctoral studies. Exposing students to research early on helps them
connect with academics in their field and learn more about careers in academia.
Furthermore, individual departments on college campuses can partner with
professional associations to recruit diverse students into their graduate programs.
Such a program exists under the American Political Science Association, with a focus
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on connecting students from underrepresented backgrounds to doctoral programs.
UNLV and UNR may specifically consider partnering with these associations in
hopes of attracting diverse graduate students to their campuses, which will
continuously support diversity within the academic pipeline over time.
Evidently, further work on addressing this policy program can be done by considering
policy solutions at the state and institutional levels. Systemic changes to higher
education governance can result in more funding being redirected to campuses with
proper execution, and individual schools can work to attract and retain racially
diverse faculty and graduate students. By considering these different policy levers,
innovative solutions can be developed to best support the needs of the rapidly
diversifying student populations at UNLV and UNR.
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